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ARTICLE INFO ABSTRACT 

The aim of the research is to determine whether performance 
appraisal relation with job satisfaction which is known as 
human resource management outcome with or without 
quality of supervisor - employee as a moderator variable in 
Syarikat Air Melaka Berhad (SAMB) in Malaysia as a state 
owned company. Using data from 150 employees and 
Regression analysis to analyze and examine the relation 
between performance appraisal with job satisfaction with or 
without quality of supervisor—employee as a moderating 
varible. We found that quality relation supervisor-employee 
is a significant role and can enhance job satisfaction. This 
study is also giving some recommendation on improving the 
relationship between supervisor and employee and 
effectiveness of performance appraisal in an organization. 
Lastly, this research study also will give suggest on how to 
improve the relationship of supervisor — employee where it 
can increase the level of job satisfaction among employees in 
state owned company. 

Copyright © 2016 IJASRD. This is an open access article distributed under the Creative Common Attibution 
License, which permits unrestricted use, distribution, and reproduction in any medium, provided the original 
work is properly cited. 


Article History: 

Received: 16 Dec 2016; 
Received in revised form: 

19 Dec 2016; 

Accepted: 19 Dec 2016; 
Published online: 19 Dec 2016. 


Key words: 

Performance Appraisal, 
Job Satisfaction, 
Quality of Supervisor - 
Employee. 

JEC Classification: 

M12 


INTRODUCTION 

Performance appraisal is a vital component of a broader set of human resource 
practices which it is the mechanism for evaluating the extent to which each employee’s day- 
to-day performance is linked to the goals that establishes by an organization (Coutts & 
Schneider, 2004). The performance appraisal also known as formal, structure system, and 
evaluating en employee’s which related to their job responsibilities (Mondy & Mondy, 2014). 
However, the outcome is to discover everything about the employee’s current perform at the 
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workplace and then they can improve their performance level more effectively in the future 
(Dessler, 2013). Consequently, it can benefit to the employees, as well as the organization 
and the society too (How, 2011). 

This research will conduct in Syarikat Air Melaka Berhad (SAMB) in Melaka, 
Malaysia. This company play a significant role in Water Management Melaka State and 
also responsible in care service and clean water distribution in this state. In addition, 
SAMB is one of the government owned companies which more focus on performance 
management and become a strategic essential tool that needed at most organizations with a 
minimum long term of total cost in a highly competitive environment. Besides, this 
company also give more priority on performance appraisal which known as the most critical 
HRM tools to evaluate the employee’s performance based on job performance at the 
workplace where employee can satisfy with the particular job description. 

SAMB also centralized a system of performance appraisal which can help them to 
identify an existing problem clearly and improve better the employee’s performance at the 
workplace and increase their motivation through rewards and recognition system, as well 
as the prepare skill development training program for supervisors to develop more. The 
Performance Appraisal process will be analyzed through the employee’s performance in 
comparison with the standards that already set by the Human Resource Manager for the 
performance of that particular job description. Furthermore, supervisor also play an 
important role in this process is used to determine an employee performing level in an 
organization, and they are able to communicates and get positive feedback from the 
employees. It also provides valuable input for the training and development that needs for 
the employees who can improve their weakness area in particular issues. 

Therefore, the present study is intended to identify the relationship between 
Performance Appraisal with employee’s job satisfaction which directly helps to increase the 
level of productivity of employees as well as the organization too. Besides, this study also 
will identify about the relationship between supervisor and employee as a moderating 
variable between Performance Appraisal which is independent variable towards job 
satisfaction is dependent variable. 

LITERATURE REVIEW 
2.1 Performance Appraisal 

Performance appraisal is considered to encourage employees in consequent 
performance cycle (Heneman & Werner, 2005). There is an increase use of performance 
appraisal process (Dechev, 2010) which is mostly motivated by an organizational need to 
have an effect on employee’ attitude, behaviours, as well as organizational performance too. 
The outcome will be establishment on objectives that set at the beginning of the assessment 
cycle which is help employees to bring out their obvious performance goals view, the 
supervising of performance during the assessment which help the poor performers and also 
support to provide the high-quality performance in an organization (Wahjono, 2015). The 
capacity to achieve these positive outcomes will be in function of the performance appraisal 
experience (Darehzereshki, 2013). 

According to Margulies & Murphy (2004) was explained that there are have some 
purpose for companies to conduct performance appraisals which the researcher point out 
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the pinpointing specific behaviour or job performance that should be discontinued or 
reinforced, servings as an employee development and coaching tool, providing a realistic 
assessment for an employee’s readiness for promotion and lastly serving as the basis for 
awarding merit pay for the employees based on their performance. These objectives of 
performance appraisal will improve the efficiency of an organization by attempting to 
mobilize the best possible efforts from the employees. According to Atiomo (2000) agree that 
the performance appraisal is always thought of in relation to one specific purpose which is 
pay which includes the fact serve to identify the training needs, improve the present 
employee performance, improving communication and motivation, and it aid in pay 
determination to increase the level of employee in their job satisfaction. 

This research was modify and construct a theoretical framework that describes 
detail about the independent variables which is the performance appraisal that depends on 
dependent variables which is the job satisfaction and quality of supervisor-employee known 
as moderating variable. There are four indicators of performance appraisal that need to 
evaluate is clarify of performance expectation, level of communication between supervisor 
and employee, trust in supervisor, and fairness of performance appraisal process towards 
job satisfaction (Dessler, 2013). 

First indicator is clarify of performance expectation which shows the possibility to 
which employees are become more familiar with the purpose and the role of performance 
appraisal and it play in determining an employee’s fate within the organization and the 
performance appraisal process. Furthermore, all employees must involve in performance 
appraisal where they can understand the organizational goals about what is expected from 
them and what they will expect for achieving their performance goals (Dessler, 2013). It 
also enhances the employee to satisfy with their job at the workplace. Other than that, 
supervisor also should train on various aspects like supervision skills, conflict resolution, 
coaching and counselling, setting performance expectation, and on how they provide 
feedback to the employees. This training will equip the supervisor with expertise and 
knowledge that they required and making decision during the evaluation of the 
performance appraisal. 

Second indicators are level of communication between supervisor and employee in an 
organization. According to Shaw (2005) stated that supervisor need to be perceived as 
competent communicators, where they can share and respond the information in timely 
manner to the employees and actively listen to the employee points of view, communicate 
clearly and briefly to all levels of the organization, and utilize differencing communication 
channels. Besides, the perceived communicator competence of a supervisor was related to 
their employee’s job satisfaction with the supervisor. The researchers were found that there 
is positive relationship between a supervisor use of motivational language and their 
perceived effectiveness, their communication competence with their employees job and 
communication satisfaction (Sharbrough, et., al 2006). 

Third indicators are trust in supervisor in an organization. Employees who consider 
their supervisors are capable and have high-quality knowledge on the employee’s job 
responsibilities which will be more probable to rate their performance appraisal experiences 
positively and trust their supervisor. Furthermore, when employees trust their supervisor, 
they grasp positive outlooks about their supervisor’s motives, judging that their manager 
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will act in their finest attention. According to Hui, et., al. (2004) explained that almost all 
employees are inclined to feel for and empathize with individuals instead of the 
organization immediately. Supervisors are the appraisers who evaluate the employee’s 
responsibilities which assist them to reach and accomplish the objective and aims of the 
organization. As a supervisor should make a contact relation with the employees and realize 
them on their responsibility towards job description where it will increase the level of trust 
on supervisor as well as increase the level of job satisfaction. 

The fourth indicators are fairness in performance appraisal process during the 
evaluation in an organization. An effective and fairness of performance appraisal process is 
the important role where the supervisor assesses employee’s performance at the workplace 
(How, 2011 and Dessler, 2013). Several studies support the notion that fairness of 
performance appraisal is saliently related to employee’s commitment, job satisfaction, and 
motivation to their organization (Morrow, 2011 and Abdul Shukor, 2008). Supervisor plays 
a role in this process where they are more familiar with the employee’s behaviour and 
performance. The supervisor should have the opportunities to observe fairly the employees 
and provide feedback to them in good manner where encourage employee to learn more 
about their role and responsibilities at the workplace. Besides, the result of performance 
appraisal depends on the relationship between the supervisor and the employee in 
appraisal process. 

2.2 Relation with Quality of Supervisor-Employee with Job Satisfaction 

The supervisor needs to prepare a clear performance expectation which the employee 
can identify the scope or the objective easily to achieve in an organization. So, it helps them 
to play an important role in performance appraisal where the supervisors are easy to assess 
their job performance. Leader - Member Exchange (LMX) theory discus the relationship 
that each employee established with the supervisor and it affect the employee’s job 
performance and satisfaction directly (Janssen, et al. 2004). 

According to Greene (2011), a senior Consultant with Human Resource Partners, the 
survey illustrated that the supervisor and employee relationship is more dynamic and 
ambiguous which is variety of tools that need to develop in performance appraisal. Those 
360 degree feedback surveys are very helpful method for the supervisor where they can 
learn to have a clear direction and communication with the employee who see the real 
opportunity in the organization (Janssen, et al. 2004). Besides, employee surveys which 
based on individual and company level there need open dialogue between supervisor and 
employees in a constructive way. It shows the employee will have a good relationship 
between supervisor to achieve the performance expctation that fixed by the management. 

Trusting and feeling trusted are a mutually interactive process which embracing 
attitude and satisfaction in an organization. According to Lau, et., al. (2007) was explained 
that a supervisor trust by an employee, they believe that the supervisor will give them a 
fair treatment in performance appraisal, respect, and more opportunities, which will satisfy 
both their physical and spiritual needs. As a result, employee may have greater satisfaction 
with their supervisor (Wang, et al. 2008). 
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2.3 Job Satisfaction 

External environment in the organization is effects on human sensations at the work 
place. Job is a large part of life, so job satisfaction will effect on total satisfaction of human. 
According to Dizgah, et al (2012) the researcher mentioned that there is a mutual effect 
between job satisfaction and life where the managers or supervisors should not only monitor 
the job satisfaction but also check their employee life conditions. Based on Joo (2009) 
explanation, job satisfaction is distinct as constructive psychological or job-related results or 
accomplished that a person builds up as a result of work skills. 

According to Willem (2007) illustrated that a job satisfaction should have a relation 
between human expectations and its advantage that taken from the particular job 
description at the workplace. The employee who have a set of needs, wishes, previous 
experience which help them to full fill in their particular job expectations when they are 
hired. Organization should response to those employee’s needs which will produce positive 
or negative attitude among them. The researchers express the five aspects that can be used 
to determine the employee job satisfaction in an organization are being satisfied from job, 
being satisfies with supervisor, being satisfied with co-workers, being satisfied from 
promotion, and being satisfied from income (Dizgah, et al, 2012). 

2.4 Relation between Performance Appraisal with Job Satisfaction 

Brown (2010) surveyed 6,957 employees of a large Australian public sector 
organization regarding their opinions and perceptions of the performance appraisal quality. 
The outcome of this study revealed that there was a direct relationship between 
performance appraisal satisfaction and employees outcomes, which is mostly job satisfaction 
among employees (Brown, 2010). However, the comprehensive study of the performance 
appraisal quality in a field setting is limited (Addison, 2007). 

Besides, there is also a study that investigates the reaction of employees to various 
aspects of the appraisal process. This study conducted by researcher determines that there 
is a relationship between performance appraisal with employee outcomes, especially in 
identifying the effects of performance appraisal quality towards the job satisfaction among 
employees in multinational companies in Malaysia (Poon, 2004). The outcome of this study 
shows that there is positive relationship between performance appraisals towards job 
satisfaction among employees in multinational companies, Malaysia. How (2011) also stated 
that, there is positive relationship between performance appraisals towards job satisfaction 
among employees in national-wide companies in Malaysia 

According to Bhatti and Qureshi (2007) the researchers found that there is a positive 
relationship between performance appraisals with job satisfaction where there is an 
increase in employee productivity. This finding adds to advantages of the job satisfaction of 
employees by adding that at the same time it has a positive effect on three factors such as 
productivity, commitment, and engagement in work activities. It means that the more 
employees will be satisfied from their work more they will be contributing towards 
achieving organizational goals in effective and efficient manner. 

Fletcher (2001) defines performance appraisal more broadly as “activities through 
which organizations seek to assess employees and develop their competence, enhance 
performance and distribute rewards”. In simple term, performance appraisal can be 
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simplifies as an effective assessing process where it evaluate based on employee 
performance meanwhile it also a process where the supervisor can develop their skills and 
improve the organizational performance simultaneously (Mondy & Mondy, 2014). 

2.5 Hypothesis 

Hypothesis 1 

• Ho: Performance appraisal has influence quality of supervisor - employee, directly. 
Hypothesis 2 

• Ho: Performance appraisal has influence job satisfaction through quality of 
supervisor — employees. 

THEORETICAL FRAMEWORK 

Based on figure 1, the independent variable is Performance Appraisal and the 
dependent variable is Job Satisfaction. The Quality of supervisor-employee is known as 
Moderating variable. From the literature review, there is four indicators of performance 
appraisal have been identified, which are clarify of performance expectations, level of 
communications between the employee and their supervisors, trust in supervisor, and the 
fairness of the performance appraisal process and the moderating variable is quality of 
supervisor-employee. The researcher has determine the relationship between performance 
appraisal with job satisfaction. Then, the researcher also examined the quality of supervisor 
— employee as a moderating variable relation with performance appraisal and job 
satisfaction. 

Figure - 1: Theoretical Framework 



MATERIALS AND METHODS 

These research design by descriptive quantitative method. This study collect the 
needed information without changing the environment with have a clear picture of the 
phenomena on which the researcher wishes to collect data prior to the collection of data. 
The instrument will be the questionnaire forms which distributed and then allow the 
standard data collection of demographic characteristics, performance appraisal with job 
satisfaction and quality of supervisor - employee from a sizeable sample-population based 
on krejcie table. 

It is structured and consists of four (4) parts. The first part or Part A requires 
respondent to provide demographic information. The second part or Part B intended to 
gather information related with the indicators of performance appraisal. The third part or 
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Part C is to collect information on quality of supervisor — employee from the company to 
examine the relationship of performance appraisal and job satisfaction through this section 
as a moderating variable in this research. The last part or Part D is to gather information 
about job satisfaction of employees from the company. 

According to Senior Manager of Human Resource Department of SAMB was 
mentioned that there is 720 of employees as per April 2014 are working at the company. 
This study taking the nearest number of population as in Krejcie table. Therefore, the total 
number of population for this research is 750 staffs. So, the questionnaire was distributed 
around 254 respondents according purposive random sampling to the each department in 
that company to get a reliable answer from them. The questionnaires are printed out and 
distributed traditionally face to face by approaching personally. However, only 150 
questionnaires were received at last for the completion of this research. 

3.1 Measurement 

A research instrument is a survey questionnaire which designed to measure the 
variables that involved in the research. The questionnaire was structured in four (4) 
sections which Part A required the respondents to answer demographic category scale 
questions, such as gender, age, working experience, education level, ethnicity, and 
departments. Meanwhile Part B, Part C, and part D used Likert-scale-rating which the 
value from 1 to 5 (l=strongly disagree, 2= disagree, 3=neutral, 4=agree, 5= strongly agree). 
The second section is Part B which talks about indicators of performance appraisal that 
includes clarify of performance expectation, level of communication between supervisor and 
employees trust in supervisor, and fairness of performance appraisal process. The third 
section is Part C that based on quality of supervisor — employee as a moderating variable 
while the last section is Part D is about the job satisfaction. The respondents required to 
answer whether how strongly they agree or disagree with author suggestions. 

FINDING AND DISCUSSION 

4.1 Respondents Characteristics 

There are 150 respondents was respond. Female respondents were the dominated 
with the total number of frequency is 78 respondents or 52.0 percent while the male 
respondents only represent 72 respondents or 48 percent. The majority of respondents is in 
category age between 26 - 35 years old is 67 respondents or 44.7 percent. Besides, the 
working experience shows the highest frequency of respondents is in between 3 — 5 years 
and 6 — 8 years is 43 respondents or 28.7 percent. The education level shows the majority is 
Diploma level are 69 person or 46.0 percent. The ethnicity show the highest frequency of 
respondents is Malay with 124 respondents or 82.7 percent. 

4.2 Data Analysis 

Reliability test is an essential to know an accurate from the measurement and this 
test will explained about the reliability by observing the Cronbach’s alpha according to each 
variable. The value that goes beyond 0.8 is considered good and the measurement are 
reliable. So, reliability test value shows the Cronbach’s Alpha is 0.75 - 0.82 which means 
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this research study is reliable for use of future study and it may give consistent value for 
the studies. Furthermore, the path analysis is a statistical analysis where the study will 
used to test the hypothesis about the direct influence of performance appraisal on job 
satisfaction. This analysis was also used to determine the role quality of supervisor - 
employee as a moderator variable where the study also tests the second hypothesis which is 
the direct influence of performance appraisal through this moderator variable on job 
satisfaction. To see the effects of quality of supervisor — employee as a moderator, the 
analysis was conducted using multiple regression methods suggested by Kenny (2012). 

Apart from that, the factor analysis for independent variable (Performance 
Appraisal) in Kaiser-Meyer-Olkin test, its sampling adequacy is 0.935 which shows high 
inter-correlation where it indicate the significant greater than 0.5 for a satisfactory level. 
Then, the Bartlett’s test is highly significant (Chi-Square = 1530.309, p < 0.01). For 
moderator variable, Kaiser-Meyer-Olkin test, its sampling adequacy is 0.850 which shows 
high inter-correlation where it indicate the significant greater than 0.5 value and then, the 
Bartlett’s test is highly significant (Chi-Square = 338.793, p < 0.01). For independent 
variable, Kaiser-Meyer-Olkin test, its sampling adequacy is 0.680 which falls into the range 
of grate value where it indicates the significant greater than 0.5 value. The Bartlett’s test is 
highly significant (Chi-Square = 97.659, p < 0.01). 

Test Hypothesis 1 

Ho: Performance appraisal has influence quality of supervisor — employee, directly. 

The simple regression result was shows the relation between performance appraisal 
and quality of supervisor - employee. In this, the results show medium positive correlation 
between performance appraisal and job satisfaction because the Pearson Correlation value 
for the Performance appraisal and quality of supervisor - employee is 0.427. Meanwhile, the 
P value is 0.000 where the correlation is significant at the 0.037 level. This indicates that 
the performance appraisal has influence quality of supervisor - employee. Hence, the null 
hypothesis (Ho) is accepted and confirmed since there is relation between performance 
appraisal with quality of supervisor - employee in SAMB (table 1). 

Table - 1: Test Results Effect of Performance Appraisal with Quality of Supervisor - 
Employee 



Value 

Sig. 

R 2 

0.016 

- 

F 

4.017 

0.046 


Standardized 

Coefficients 

Beta 

t 


Performance Appraisal 

0.427 

2.004 

0.037 


Source: Regression output 
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The result shows both factors have significant value with dependent variable. Hence, 
the Ho is accepted. According to Poon (2004) the researcher was determine that there is 
relationship between performance appraisals with employee outcomes especially in job 
satisfaction. The result showed that there is high correlation (r = 0.559, p value is 0.000) 
between performance appraisal with job satisfaction. Besides, the result outcome from this 
research also supported by Darehzereshki (2013) where the key finding of this research was 
designated that there is high quality of performance appraisal positively influences on 
employee’s job satisfaction and some other several researchers in the past also have 
highlighted the similar relationship which are in line with this research. 

Test Hypothesis 2 

Ho: Performance appraisal has influence job satisfaction through quality of 
supervisor — employees. 

The simple regression result was shows the relation between performance appraisal 
and job satisfaction. In this, the results show medium negative correlation between 
performance appraisal and job satisfaction because the Pearson Correlation value for the 
performance appraisal and job satisfaction is -0.221. Meanwhile, the P value is 0.000 where 
the correlation is significant at the 0.015 level. This indicates that the performance 
appraisal has influence job satisfaction. Hence, the null hypothesis (Ho) is accepted and 
confirmed since there is relation between performance appraisal with quality of supervisor - 
employee in SAMB (table 2). 

The simple regression result was shows the relation between quality of supervisor - 
employee and job satisfaction. In this, the results show medium positive correlation 
between performance appraisal and job satisfaction because the Pearson Correlation value 
for the quality of supervisor - employee and job satisfaction is 0.514. Meanwhile, the P value 
is 0.000 where the correlation is significant at the 0.007 level. This indicates that the 
quality of supervisor - employee has influence job satisfaction. Hence, the null hypothesis 
(Ho) is accepted and confirmed since there is relation between performance appraisal with 
quality of supervisor - employee in SAMB (table 2). 

Table - 2: Test Results Effect of Performance Appraisal and Quality of Supervisor-Employee 
as an Intervening variable on Job Satisfaction 


Multiple Regression 

Value 

Sig. 

R 1 

0.361 

- 

F 

34.626 

0.000 


Standardized 

Coefficients 

Beta 

t 


Performance Appraisal 

-0.221 

-2.523 

0.015 

Quality of Supervisor - Employee 

0.514 

6.872 

0.007 


Source: Regression Output 
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Here are presented the results of the analysis of the path of performance appraisal 
influence on job satisfaction of employees of the quality of supervisor-employee as an 
intervening variable. Based on path analysis can be concluded that the performance 
appraisal from SAMB managers in Melaka affect job satisfaction employees are directly 
shown in the path c. The validity coefficient on the path c shows that the probability value 
is 0.015. These result provides an indication of the managers may affect the employees 
directly without going through a good relationship between the supervisor with employee 
first. However, it turns out the performance appraisal that apply directly ineffective, 
indicated by a negative path coefficients, figure 2. 

The result outcome of this research was in line with the past research that conducted 
by Mallaiah (2009). The role of supervisor and employee is a significant role where it can 
enhance the effectiveness of performance appraisal and have a good output for the 
organization. In other words, supervisor and employee who working together through 
managerial roles and share a strategies to improvise the effectiveness and efficiency in 
performance appraisal in which it help to indicate the employee behaviour’s, assertiveness, 
delegation, empowerment, and having good relationship will enhance the productivity of an 
organization. The research findings are also in line with Darehzereshki (2013) who found 
evidence of research using data from 133 employees in multinational companies in 
Malaysia, that there is a relationship between the performance appraisal to job satisfaction. 

Figure - 2: Path Analysis Model Performance appraisal on Job Satisfaction 



This finding is not in line with Kampkotter (2014), which tested 12,000 individuals 
in Germany, that the relationship between the performance appraisal to job satisfaction is 
positive. The research findings also inconsistent with research Alvi et al (2013) that have 
examined the relationship between performance evaluation with job performance in the 
Pakistan International Airline Corporation. Research in Pakistan was found evidence that 
there is no relationship bertween the performance evaluation and its impact on job 
satisfaction on employee. 

CONCLUSION AND RECOMMENDATION 

Performance appraisal is an effective process but it is known as most critical HRM tools 
where the appraisers used to evaluate the employee’s job performance and through this the 
employee can satisfy with their job description in the organization. Performance appraisal 
can measure the accuracy of employee’s job performance and it will help to establish the 
relationship between performances on task and has a clear potential for reward in an 
organization. The high quality of performance appraisal is intended to increase the level of 
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job satisfaction of an employee in an organization. Meanwhile, a low quality of performance 
appraisal experience may result in a lower level of job satisfaction where they feel that their 
contribution to the organization is not valued as they limited capacity to exercise any 
process control and experience some confusion about the performance expectations of the 
organization. 

Performance appraisal is an indispensable tool for an organization where 
supervisors provides more information for employees on decision making platform 
regarding various personnel aspects such as promotions, and merit increases. The high 
quality of exchange relationships between supervisor and employee is influence by mutual 
trust, respect, and obligation at the workplace where it can increase the level of job 
satisfaction of an employee. The supervisor also needs to prepare a clear performance 
expectation which the employee can identify the scope or the objective easily to achieve in 
an organization. So, it helps them to play an important role in performance appraisal where 
the supervisors are easy to evaluate their job performance. 

Apart from that, a supervisor should also need a deep understand in criteria of 
performance standard which will give them knowledge on how the employee performance 
will be measured in an organization. They also should know the performance standards for 
each position that available in a company where it can help them to expect the quality from 
employee and also able to communicate effectively to the employees involved. So, it will help 
the supervisors to measure accurately the employee’s job performance during performance 
evaluation. 

The recommendations to improve the relationship between supervisor-employee are 
suggested in this research study. First, supervisor should need to formulate a clear 
performance expectation where the employee can able to identify the scope or objective to 
accomplish the goal and attain high job satisfaction level in the organization. Second, 
clarifying of performance expectation on both sides of the supervisor and employee 
relationship is effective and efficiency in an organization where it help the supervisor- 
employee well communicate and understand their role on their expectation is one of the 
clear links to increase the level of job satisfaction in an organization. Third, a supervisor 
should need to be perceived as competent communicators where he or she can share and 
respond the correct information in timely manner and also active listen the point of view of 
employees. Fourth is trust and influence of supervisor has a positive relation with 
employee’s job satisfaction in an organization (Goris, 2003). In other words, trust in 
supervisor will help the employee to achieve the desired goals and objective of organization 
where it will bring out the positive attitude of employees. Last suggestion is fairness of 
performance appraisal process where an employee wants to be treated fairly during the 
performance appraisal process in an organization (Fortin, 2008). Fairness of performance 
appraisal process is an important process where the supervisor plays a role to evaluate 
employee job performance. 

REFERENCES 

[1] Abdull Sukor, S., Mohd Khan, J. K., Tang, S. M, & Lim, K. T. (2008). Fairness in 

performance appraisal amongst teachers and its relationship with job motivation 


Volume 03, Issue 04, Version III, Oct - Dec’ 2016 


220 




Wahjono et at., (2016) 


and academic school performance. International Journal of Management Studies, 15, 
159-176. 

[2] Addison, J. T. (2007). The Determinants of Performance Appraisal Systems: A Note (Do 

Brown and Hey wood’s Results for Australia Hold Up for Britain?). Discussion Paper 
No. 306. 

[3] Alvi, Mohsin Hassan. Mehreen Surani. Saneeta Hirani. 2013. The effect of performance 

evaluation on employee’s job satisfaction in Pakistan international airlines 
corporation. Munich Personal RePEc Archive. MPRA Paper No. 46415. Pp 1-30. Iqra 
University. 

[3] Atiomo A.C. (2000). Human Resource Management ; Malthouse Management Science 

Books, Lagos. 

[4] Bhatti, K. K. and Qureshi, T. M. (2007). Impact of employee participation on job 

satisfaction, employee commitment and employee productivity. International Review 
of Business Research Papers, 3(2): 54 68. 

[5] Brown, M. (2010). Consequences of the performance appraisal experience. Research 

Paper. Emerald Group Publishing Limited. 39 (3), 375-396. 

[6] Coutts, L. M. & Schneider, F. W. (2004). Police officer performance appraisal systems: 

How good are they? Policing: An International Journal of Police Strategies & 
Management, 27 (1): 67-81. 

[7] Darehzereshki, M. (2013). Effects Of Performance Appraisal Quality On Job Satisfaction 

In Multinational Companies In Malaysia. International Journal of Enterprise 
Computing and Business Systems. 2(1). 

[8] Dechev, Z. (2010). Effective Performance Appraisal - a study into the relation between 

employer satisfaction and optimizing business results. Erasmus University 
Rotterdam. Faculty of Economics of Business Department of Economics. 

[9] Dessler, Gary. (2013). Human Resource Management. 13 th edition. Edinburg Gate, 

Harlow Essex, England: Pearson Education Limited. 

[10] Dizgah. M.R., Chegini, M.G., & Bisokhan, R. (2012). Relationship between Job 

Satisfaction and Employee Job Performance in Guilan Public Sector. Journal of 
Basic and Applied Scientific Research. 2(2): 1735-1741. 

[11] Fletcher, C. (2001). Performance appraisal and management: The developing research 

agenda. Journal of Occupational and Organizational Psychology, 73,pp 473-487. 

[12] Fortin, M. (2008). Perspectives on organizational justice: concept clarification, social 

context integration, time and links with morality. International Journal of 
Management Reviews, 10, 93-126. 

[13] Goris, J. (2003). Effects of trust in superiors and influence of superiors on the 

association between Individual-job congruence and Job performance/satisfaction. 
Business and psychology. 

[14] Greene, (2011). Senior Professional in Human Resources (SPHR) and specialize in 

performance consulting. [Online] Available at: kate@humanresourcepartners.com 

[15] Heneman, R., & and Werner, J. (2005). Merit Pay: Linking Pay to Performance in a 

Changing World. Information Age Publishing, Greenwich, CT, 2. 

[16] How, Tan Kwang. (2011). Human Resource Management in Malaysia, Theory & 

Practice. Syahalam, Malaysia: McGraw-Hill (Malaysia). 


221 


Volume 03, Issue 04, Version III, Oct - Dec’ 2016 





The Impact of Performance Appraisal on Job Satisfaction with Quality of Supervisor-Employee as a 

Moderating variable At State Owned Company 


[17] Hui, C., et., al. (2004). Employment relationships in China: Do workers relate to the 

organization or to people? Organization Studies, 15(2): 232-240. 

[18] Janssen, 0., et., al. (2004). Employees' goal orientations, the quality of leader-member 

exchange and the outcomes of job performance and job satisfaction. Academy of 
management journal, 47(3): 368-384. 

[19] Joo, B. K., et., al. (2009). Career Satisfaction, Organizational Commitment, and 

Turnover Intention. Leadership and Organization Development Journal, 482-500. 

[20] Kampkotter, Patrick. 2014. Performance Appraisal and Job Satisfaction. SOEPpapers 

on Multidisciplinary Panel Data Research. DIW Berlin. Pp. 1-27. 

[21] Kenny, D.A. (2012). Estimating-and-Testing-Mediating (Power point slide). Retrieved 

from: http://www.slideserve.com/osborn/estimating-and-testing-mediation . 

[22] Lau, D. C., et., al. (2007). Feeling trusted by business leaders in China: Antecedents 

and the mediating role of value congruence, Asia Pacific Journal of Management, 
24:321-340. 

[23] Mallaiah. T. Y. (2009). Management of employee expectations, performance and 

satisfaction in university library: an empirical study. Annals of Library and 
Information Studies. 56: 13-21. 

[24] Margulies, J., & Murphy, T. H. (2004). Performance Appraisals. [Online] Available at: 

http://www.bnabooks.com/ababna/eeo/2004/eeo55.pdf . 

[25] Mondy, R. Wayne, Mondy, Judy Bandy. (2014). Human Resource Management. 13 th 

edition. Edinburg Gate, Harlow Essex, England: Pearson Education Limited. 

[26] Morrow, P. C. (2011). Managing organizational commitment: Insights from longitudinal 

research . Journal of Vocational Behaviour, 79, 18-35. 

[27] Poon, J. M. (2004). Effects of performance appraisal politics on job satisfaction and 

turnover intention. Emerald, Vol. 33 No. 3, 2004, 13. 

[28] Saunders, M ,,et., al. (2012). Formulating the research design. Research Methods For 

Business Students. 6 th edn. England: Pearson Education Limited. 

[29] Sharbrough, W. C., et., al. (2006). Motivating language in industry: Its impact on job 

satisfaction and perceived supervisor effectiveness. Journal of Business 
Communication, 43, 322-343. 

[30] Shaw, K. (2005). Getting leaders involved in communication strategy: Breaking down 

the barriers to effective leadership communication. Strategic Communication 
Management, 9, 14-17. 

[31] Wahjono, Sentot Imam. (2015). Manajemen Sumber Daya Manusia. Jakarta: Penerbit 

Salemba Empat. 

[32] Wang, H., et., al. (2008). Leader-member exchange, employee performance, and work 

outcomes: An empirical study in the Chinese context. International Journal of 
Human Resource Management , 19(10):1809-1824. 

[33] Willem, et., al., (2007). ’’Impact of organizational structure on nurses' job satisfaction: a 

Questionnaire survey”, International Journal of Nursing Studies, 44, pp. 1011- 
1020.Bandura, A. (1986). Social foundations of thought and action: A social cognitive 
theory. Englewood Cliffs, NJ: Prentice Hall. 


Volume 03, Issue 04, Version III, Oct - Dec’ 2016 


222 






